Abstract: This paper focuses on reviewing the learning behavior of individual employees in the firm over other influencing factors in knowledge-based industries in Sri Lanka. Using a stratified random sampling technique, a sample of 143 employees from jobs in Database Administration & Development, Systems & Network Administration, Web Development & Programming and Software Engineering was selected as respondents for the survey from 13 knowledge based industrial firms in Sri Lanka. After a descriptive analysis of the characteristics of respondents, the causal relationships among predictor and outcome variables were tested using the partial least squares regression method. The results indicated that the use of digital methods, digital tools, organizational identification and knowledge sharing are positively influenced by employee's learning in the firm. Yet, the employee's turnover intention has negatively influenced employee learning.
Introduction
Knowledge is considered to be the most powerful resource in the present-day business world as knowledge consists of characteristics of the inability of imitating and copying (Montequin, et al., 2006) . As a result, almost all types of firms are now keeping trust on knowledge-based resources to gain the competitive advantages over similar firms.
Gaining competitive advantages through knowledge resources has become a compulsory activity of effective knowledge management (KM) in the presentday businesses, as an effective KM, always opens access to knowledge by the right person at the right time (Akhavan, et al., 2009 ).
Knowledge creation, storing and dissemination would probably comprise the term 'knowledge management'. However, there is no universally accepted definition for KM.
Mostly, content and context of knowledge direct the definition of KM (Koenig & Srikantaiah, 2004) . O'Leary, et al. (2001) reviews KM as a system which supports to generate, access and reuse knowledge in order to preserve and share it among working teams and individuals in the firm. This definition further emphasizes KM as a concept that can be studied only as a system connecting the organizational, individual and cultural factors.
Generally, it is believed that the individual behavior of employees is different to the team behavior of individual members of a team ( Van & Sleebos, 2006) . Therefore, concepts relevant to a team and an individual member of a team such as learning in the organization have been identified as one of the most vital factors for KM.
Learning in the organization has become a key term in employee adaptation and knowledge processes, innovation and organizational development studies in individual and collective levels of employees in a firm.
One of the common findings of these studies is that managers are responsible to make the organizational environment as a learning organization, enabling employees to search for new knowledge, knowledge sharing, storing and utilization to develop the firm. Such behavior of employees would help to establish the sustainability and longevity of the firm as well.
In one way, creating a learning culture is dependent on individual and organizational factors of the internal business environment of the firm (O' Leary, et al., 2001 ). In another way, the success of learning by employees is dependent upon the effectiveness of the mode of learning.
As the learning is done by the employees themselves, there is no doubt that the business environment also has a role to play.
Previous studies have adequately conceptualized about learning in the organization as a function of organizational factors. But, a few research studies have been conducted on relevant factors of individual employees' learning behavior in the firm.
Specifically, very few studies have been conducted to detail organizational learning in developing countries like Sri Lanka, where many industries are in a transitional period. Information technology industry in this regard is very specific.
In Sri Lanka, the Information Technology sector can be considered as one of the major revenue generating sources. At the same time, over the past decades, knowledge-based industries (KBIs) in Sri Lanka has been developing at a rapid space (CBSL Annual Report, 2014).
While the nature of the industry has always been dynamic and the environment ever changing. Especially, the software industry thrives on knowledge workers who learn relevant things fast and it is a focal point for the development of the IT industry (Herath & Ranasinghe, 2011) .
However, limited studies have focused on employees' learning in the firm, which is very vital for the smooth functioning of a firm in the IT sector in Sri Lanka.
Contemporary managers in the IT sector have also identified that changing the human behavior and creating a learning culture as a learning organization is a challenge (Herath & Ranasinghe, 2011 However, this paper is organized into five parts, namely introduction, literature review, methodology, data analysis and conclusion.
Literature Review
The literature review of this article is basically divided into three parts.
The first part is about knowledge management. The second part reserves for organizational identification and related dimensions, and the final part is about learning in the organization.
The main argument that the researcher focuses on is to build in the literature review that employees' learning behavior would be a result of other relevant individual and organizational activities. In the event of building the argument, all sub sections of the literature review provide evidence to support the main argument of the literature review. Employees learning in the firm and knowledge sharing behaviors are directly connected with the operation of a firm. These kinds of positive behaviors would stimulate the development and implementation of knowledge.
Knowledge Management
Implementing KM means something more than implementation of a set of IT tools; it involves changes in the organizational structure, process and culture. The first step to change from a traditional company into a KM is to be aware of the knowledge of the organization.
In addition to that, Yu-Chung, et al. (2005) explains that knowledge is not easily measured or audited, so organizations must manage knowledge effectively in order to take full advantage of the skills and experience inherent in their systems and structures as well as the tacit knowledge belonging to the employees of the firm.
KM can more effectively integrate and administer a firm's information technology base and assist in the development of a systematized information model.
Organizational identification, use of digital methods and tools, knowledge sharing and turnover intention of employees
Organizational identification (OID) is identified as a concept that can be explained, predicted and understood by the behavior of employees in an organization.
Employees generally identify the organization with their beliefs, values and principles referring to the prevailing system in the firm (Van Knippenberg & Sleebos, 2006).
When employees have the perception of belonging to the firm to which they are attached, it is identified as OID.
Further, OID has been reviewed by Hogg and Terry (2000) , as a concept of self-categorization by an employee about himself/herself in line with an overall overview of the firm.
The importance of OID has considerably grown during the recent years in studies because of its implications to organizations (Kreiner & Ashforth, 2004) . In a comprehensive study, Van Knippenberg (2000) revealed that OID is positively related with performance and organizational citizenship behavior of employees and negatively related with turnover intention of employees.
Further, an employee's positive attitudes towards the job, psychological attachment to the organization of fostering the feeling of retaining would also be enhanced by OID (Kreiner & Ashforth, 2004) . However, as far as research findings of OID are concerned, it is clear that it has been a predictor for employees' behavior in many cases.
New generation that developed with technological artefacts like different models of mobile phones, computers, video games and visual and sensible items in information technology is identified as "Digital Natives" (Palfrey & Gasser, 2008; Prensky, 2001 ).
Generally, digital learning is defined as a system of radical reworking of pedagogy (Prensky, 2001) connecting to different aspects of learning. Learning in digital mode is a broader concept and it is not recognized as gaining or sharing the knowledge in any one particular place.
Accessing information through a network of peers is one of the main features of learning through the digital mode (Ito, et al., 2009 ).
As far as employees in firms are concerned, their learning process is mostly combined with digital artefacts. The mode of learning also matters (Jenkins, 2007). Currently, it is rare to find an organization that does not use digital equipment in the operation process. Therefore, the learning process of employees is connected with digital artefacts and mode.
Knowledge sharing is defined as an activity of sharing information, expertise, skills and attitudes among friends, communities, organizations and individuals (Eid & Nuhu, 2011) . Employees in present day organizations have been immensely influenced by social networking sites. which have influenced their learning behavior.
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Similarly, accessibility of information and knowledge by others are also making it easy for others to learn (Eid & Nuhu, 2011) . Both, accessibility and affordability of knowledge within an organization has shown to be an influence on the employee learning behavior.
Turnover intention of employees is defined as the mental readiness of employees to leave the firm. Employee turnover is reported as the main human resource issue in the IT industry in Sri Lanka and most of the other developing countries in the world. Losing skillful, competent employees who have shown better performance in the firm creates problem in teamwork and leads to incurring of extra cost for replacing the team.
However, the turnover intention is identified as part of the turnover behavior of employees (Tett & Meyer, 1993 ). All the behavioral movement can be seen by employees once they have set the goal to leave the firm. Therefore, the turnover intention of employees becomes an influencing factor on the employees' learning behavior.
Learning in the Organization
Peter Senge in his book titled The Fifth Discipline:
The Art & Practice of the Learning Organization (1990), firstly mentions about organizational learning or learning organizations.
In this book, he identified organizational learning or learning organizations as firms in facilitating their employees to learn from the organization and make the required transformation to perform better.
The book proposed five characteristics of organizational learning, namely system thinking, personal mastery, mental model, shared vision and team learning.
Personal mastery, which is the employee's ability to grow and develop, is identified as one of the important characteristics at personal level. Employee learning, which is also recognized as a part of personal mastery, concentrates on different individual learning aspects in the firm. This concept has deepened the understanding of employee's personal vision, efforts, professional skills, knowledge and capabilities. Specifically, learning tacit knowledge by employees would enhance the individual performance as well.
Methodology
This study focused on explaining the influencing factors on employees' leaning in the firm in KBIs in Sri Lanka.
According to Sri Lanka Information Communication
Technology Association (SLICTA), the current total workforce involved in the IT sector is around 60,000, of which 29,000 workers are directly involved in jobs in Sri Lanka. In addition, the IT work force categories can be mainly divided into several job categories. The sample of this survey design was based on the above information.
The survey of this purpose was conducted in 2016. The primary data was collected from 13 randomly selected KBIs that were selected using the simple random sampling technique from the list of IT related companies given by the SLICTA.
Only four main job categories, Database Administration & Development, Systems & Network Administration, Web Development & Programming and Software Engineering were considered as important jobs for the study, as most of the KBIs are dominant with these jobs.
A questionnaire was developed adapting the measurements validated by other researchers on the variables of this study.
Most of the questions, other than the basic information, were in five-point Likert scale (1 = strongly disagree, 2 = slightly disagree, 3 = uncertain, 4 = slightly agree, 5 = strongly agree). Employees' learning in the firm served as a dependent variable and organizational identification, use of digital methods, use of digital mode, knowledge sharing of employees and turnover intention of employees served as dependent variables in this model.
In addition, a descriptive analysis of the sample was also executed.
Data Analysis and Results
Some interesting conclusions could be drawn according to the descriptive analysis of the respondents in this survey. At the same time, around 40 percent of respondents have reached minimum five years of work experience in their jobs. Some of the respondents have served for more than twenty years in the same company. But a majority (around 68 percent) had changed their company during the last five years.
22% of responses
Data analysis process began with descriptive analysis of responses. Table 1 elaborates the nature of data collected by the survey.
In the model, employees' learning in the firm served as the outcome variable and organizational identification, use digital methods, use of digital mode, knowledge sharing of employees and turnover intention of employees represented independent variables. According to the correlation matrix of the model, four variables, namely organizational identification, use of digital methods, use of digital tools and knowledge sharing among employees have positively correlated with employees learning in the firm.
18
Ravindra Hewa Kuruppuge, Ales Gregar
The highest (0.749) correlation to employee's learning in the firm is reported from the use of digital methods in employees' learning process. The least value (0.553) is given as knowledge sharing among employees in the firm.
Employees' turnover intentions have negatively correlated (-0.043) to employee's learning in the firm.
Almost all other variables are also correlated negatively with the turnover intention of employees. However, the minimum negative correlation of turnover intention is associated with employee's learning in the firm. When all independent variables are prioritized based on the influencing ability to employees' learning in the firm, the model has concluded by providing the results as given in Fig. 1 .
Accordingly, the most influencing factor is identified as use of digital methods (1.252) and least influencing factor is reported as turnover intention (0.072). The second least important factor is depicted as knowledge sharing (0.891). Accordingly, a minus coefficient is reported for the turnover intention of employees.
This analysis indicated several findings:
 Firstly, it was recognized that employees' learning is positively correlated with organizational identification, use of digital methods, use of digital tools and knowledge sharing among employees. However, turnover intention negatively correlated to employees' learning in the firm.  Secondly, the higher influence was made respectively by the use of digital methods and the use of the digital tool in the learning process. A minimum influence was reported by turnover intention of employees in their learning process in the firm. 
Conclusion
According to the analysis, employee identification, use of digital methods of learning, use of digital tools in learning and knowledge sharing among employees have shown a positive correlation to employees' learning in the firm.
The digital mode of learning and use of digital artefacts have shown a strong correlation to employees' learning, concluding the current trend in the IT sector. Once the employees in the IT sector get used to working with technology, they experience everlasting changes in equipment, technology and methods.
As a result, the continuous learning process has become compulsory for employees. However, a positive effect is seen when learning takes place through digital methods and tools.
Provision and establishment of new methods, equipment and technologies through digital methods and tools in KBIs would probably make it easier to develop the firm as a learning organization.
Also, this study was carried out under limitations. The small sample size and selecting respondents only from four job categories are the limitations of this study.
Also, the KBIs have had differences as the IT industry is highly diversified. Accordingly, the selection of the sample from a wider perspective covering more KBIs, job categories and respondents would make these kinds of studies more solid and stable.
The use of the model (PLS) had some limitations in interpreting relationships among variables as the data appeared on Likert Scale. Extending PLS to Structural Equation Modelling (SEM) would eliminate that issue of advancing the analysis to be more thorough. Therefore, eradicating of one of these limitations would direct the future researcher to analyze the same research in detail.
Research findings of this study implicate a few important aspects to practice:  most firms in the IT sector are trying to convert their firms as learning organizations to gain competitive advantages and innovations,  KBIs in present day competition can't survive in the long term without having an energetic, motivated, knowledgeable and dedicated workforce who can make the organization change as per the requirement of the society at large,  knowing the learning behavior of workforce and employee's learning related factors in the firm is a primary step in the conversion process of a firm as a learning organization. Therefore, this study would fulfil that requirement of managers, owners, governors and policy makers who are considering making their firms learning organizations in the IT sector in general.
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